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Universiti yang baru ditubuhkan di Sichuan memainkan peranan penting dalam
pembangunan zon ekonomi Chengdu-Chongqing yang mencatatkan pertumbuhan
ekonomi keempat terbesar dan merupakan enjin pembangunan negara China.
Walaubagaimanapun, prestasi kerja kakitangan pentadbiran dan anteseden
berkaitannya setakat ini kurang mendapat perhatian dan keprihatinan dalam
kedua-dua amalan pengurusan dan penyelidikan akademik. Kajian-kajian yang
dijalankan sebelum ini mendapati terdapat perhubungan antara tanggapan sokongan
organisasi dan penglibatan kerja dengan prestasi kerja. Kajian ini dijalankan untuk
menyiasat pembolehubah yang mungkin dapat menjelaskan prestasi kerja kakitangan
pentadbiran dengan menentukan hubungan antara tanggapan sokongan organisasi,
penglibatan dan prestasi kerja. Kaedah kuantitatif digunakan untuk meneroka
hubungan. Teknik pensampelan kluster digunakan dalam tinjauan dan data dikumpul
melalui borang soal selidik yang diisi sendiri, dengan menggunakan skala tanggapan
sokongan organisasi, skala penglibatan kerja Utrecht dan Skala prestasi kerja
digunakan untuk mengukur pemboleh ubah dan dimensi yang berkaitan. Seramai 426
kakitangan akar umbi telah mengambil bahagian dalam soal selidik yang dijalankan.
SPSS dan AMOS digunakan untuk menjalankan proses analisis data, dan hipotesis
diuji dengan menggunakan pemodelan persamaan struktur. Keputusan menunjukkan
tahap tanggapan sokongan organisasi (min=2.78, SD=0.69), penglibatan kerja
(min=2.70, SD=0.72), dan prestasi kerja (min=2.53, SD=1.04) dalam kalangan
kakitangan pentadbiran secara relatif adalah rendah. Sokongan organisasi dan
penglibatan kerja memberi kesan positif terhadap pencapaian kerja. Keputusan kajian
juga mendedahkan bahawa kesan tanggapan sokongan organisasi terhadap prestasi
kerja dikawal oleh penglibatan kerja. Selain itu, hubungan pengantara antara dimensi
tanggapan sokongan organisasi, dimensi penglibatan kerja dan dimensi prestasi kerja
turut diperiksa. Kajian ini mencadangkan agar kakitangan pentadbiran universiti
yang baru ditubuhkan diberi lebih sokongan material dan spiritual untuk
mewujudkan budaya dan persekitaran yang melibatkan pekerja. Secara khususnya,
pelbagai pendekatan yang melibatkan kebajikan pekerja perlu diambil untuk
menunjukkan pihak universiti menghargai kakitangan pentadbiran. Kajian ini juga
berfungsi sebagai latar belakang teori untuk penyelidikan lanjut.
Kata Kunci: Tanggapan sokongan organisasi, Penglibatan kerja, Prestasi kerja,
Kakitangan pentadbiran, Universiti yang baru ditubuhkan
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Abstract
The newly-established universities of Sichuan play an important role in the
development of the Chengdu-Chongqing economic zone which is the fourth largest
economic growth in China and regarded as a new engine of Chinese development.
However, the job performance of administrative staff and its antecedents in
newly-established universities have so far received less attention and concern in both
practice management and academic research. Previous studies found that perceived
organizational support and work engagement have some relationship to job
performance. This study is undertaken to investigate the job performance of
administrative staff by determining the relationship between perceived organizational
support, engagement and job performance. The quantitative method is employed.
Cluster sampling technique is used in the survey and data is collected via
self-administered online questionnaires, utilizing perceived organizational support
scale, Utrecht work engagement scale and job performance scale. A total of 426
administrative staff participated in the survey. SPSS and AMOS are utilized to
conduct the process of data analysis, and hypotheses are tested by using structural
equation modeling. The results indicate that the level of perceived organizational
support (mean=2.78, SD=0.69), work engagement (mean=2.70, SD=0.72), and job
performance (mean=2.53, SD=1.04) among grassroots administrative staff is
relatively low. Organizational support and work engagement have a positive
significant effect on job performance. The findings also reveal that the effect of
perceived organizational support on job performance is mediated by work
engagement. Furthermore, the modeling relationship among dimensions of perceived
organizational support, dimensions of work engagement and dimensions of job
performance are examined. The study suggests to give more material and spiritual
support to university administrative staff and create an engaged culture and
atmosphere. In particular, diverse human care should be provided to show that
universities identify the value of administrative staff. The study also serves as a
theoretical background for further research.
Keywords: Perceived organizational support, Work engagement, Job performance,
Administrative staff, Newly-established university
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1.1 Introduction of the Study
The concept of job performance is very important both in management and academic
field, and has been widely discussed for a long time. In simple terms, it refers to the
evaluation of a person’s work (Campbell, McCloy, Oppler & Sager, 1993).
Academically, it is part of human resources management and part of industrial and
organizational psychology. Job performance is an essential criterion for evaluating
organizational outcomes and job outcomes (Campbell, 1990). Job performance is the
purpose and premise of the operation and development of any business and
organization (Ding, 2002). Therefore, how to improve the job performance of
employees has always been a major concern of academic research field in the world.
Under this background, research on the impact of organizational factors such as
perceived organizational support, salary satisfaction, job satisfaction, leadership style
and organizational commitment on job performance have become a hot topic for
scholars (Luo, 2014). With the popularization of the concept and theory of perceived
organizational support in the academia, perceived organizational support is
considered as a critical factor in improving job performance of employees (Caesens
& Stinglhamber, 2014; Rhoades & Eisenberger, 2002). There are some empirical
research which indicated that perceived organizational support has a positive
influence on job performance (Afzali, Motahari, Chen & Yin, 2009;
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APPENDIX 1: Survey Questionnaire
Dear Sir/Madam,
I am a Ph.D. student at Universiti Utara Malaysia, and I am an administrative staff in
Yibin University as well. I am conducting a research study on the “Relationship
between perceived organizational support, work engagement and job performance of
grassroots administrative staff in newly-established universities in Sichuan, China”
under the supervision of Dr. Khaliza Binti Saidin. We seek your cooperation in
completing the following questionnaire. The questionnaire should take
approximately 8-12 minutes to complete. All gathered data are treated with the
strictest of confidentiality. Since your personal information does not contain your
name, your responses remain absolutely anonymous.






SECTIONA: Demographic Profile of the Respondents
Kindly, tick “√” where necessary and fill in the gap where applicable.
1. Gender:
( ) Male ( ) Female
2. Age:
( ) Under 30 years ( ) 30-39 years
( ) 40-49 years ( ) Above 50 years
3. Marital status:
( ) Unmarried ( ) Married
4. Education degree:
( ) Diploma ( ) Bachelor
( ) Master ( ) Doctoral
5. Academic rank:
( ) Professor or equivalent ( ) Associate professor or equivalent
( ) Lecturer or equivalent ( ) Assistant or none
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SECTION B: Questionnaire
Please tick “√” in the appropriate box to indicate your level of agreement or
disagreement with the following statements according to the scale below.
Strongly disagree Disagree Neutral Agree Strongly Agree
1 2 3 4 5
Part 1: Perceived Organizational Support Scale
Items 1 2 3 4 5
1. I can be noticed by the superiors when I am working
exceptionally.
2. The organization attaches special importance to my
job objectives and concept of values.
3. The organization does not take advantage of me
during work as long as there are opportunities.
4. I can get help from the superiors and colleagues when
I have problems at work.
5. The organization can agree with my reasonable
request to change the working conditions or
environments.
6. The organization is happy to help me explore my
potential at work.
7. The organization can understand and forgive me for
the occasional absence of work for personal reasons.
8. The organization can reward me for the extra work I
have done beyond the proper duties.
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9. The organization believes it’s a large loss to dismiss
me.
10. The organization believes that I will play a great
role if it keeps me within the organization.
11. The organization will employ me if I apply for the
job after I have quit.
12. The organization will never dismiss the employees
arbitrarily.
13. The organization really cares about my living
conditions.
14. The organization can consider about the salary I
deserve.
15. The organization can happily provide help when I
am in need of special help.
16. The organization can take the well-being of the
employees into consideration at the time of making
decision.
17. The organization will persuade the employees who
want to quit to stay.
18. The organization will transfer me to other positions
but not dismiss me if my job is canceled.
19. The organization is proud of the achievements I
have made at work.
20. The organization can pay attention to my opinion at
work
21. The organization can provide me some opportunities
for promotion.
261
22. The organization puts me at the positions that I am
most suitable for.
23. The organization can consider increasing our salaries
when it obtains more profits.
24. The organization tries the best to make our work
interesting.
Part 2: Work Engagement Scale
Items 1 2 3 4 5
1. At my work, I feel bursting with energy.
2. At my job, I feel strong and vigorous.
3. When I get up in the morning, I feel like going to
work.
4. I am enthusiastic about my job.
5. My job inspires me.
6. I am proud on the work that I do.
7. I feel happy when I am working intensely.
8. I am immersed in my work.
9. I get carried away when I’m working.
Part 3: Job Performance Scale
Items 1 2 3 4 5
1. I finish the work according to the standard operating
procedures.
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2. I am familiar with standard operating procedures.
3. I plan and arrange the schedule of the work I am
responsible for.
4. I pay attention to safety and health problems at work.
5. I keep the working field tidy and clean.
6. I put the tools or documents at hand in order and take
things back where they were.
7. My average work efficiency is high.
8. I am capable of completing all the tasks required by
the organization.
9. I cooperate with others well in the team.
10. I persist in overcoming obstacles to complete a task.
11. I volunteer for additional responsibilities.
12. I follow standard operating procedures and avoid
unauthorized shortcuts.
13. I look for challenging assignments.
14. I offer to help others accomplish their work.
15. I pay close attention to important details.
16. I defend the supervisor’s decisions.
17. I render proper business courtesy.
18. I support and encourage a coworker with a problem.
19. I take the initiative to solve a work task.
20. I exercise personal discipline and self-control.
21. I tackle a difficult work assignment enthusiastically.
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22. I voluntarily do more than the job requires to help
others or contribute to organizational effectiveness.
23. Overall, I would like to consider the organization
and take the initiative to help my coworkers.
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APPENDIX 2: Basic Information of Experts Checking Questionnaire
Expert Gender Position Expertise Working
University
















Male Professor Management Statistics Yibin
University




















Zhou Yi Male Deputy Director of
Human Resource
Department
(Associate Professor)
Human Resource
Management
Neijiang
University
